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Chapter 1: Abstract 
Over the past few decades, rapid technological and environmental changes 
have dramatically revised the way we view careers, including the development of 
the concept "boundaryless career". This thesis reports on the development of a 
measure of an individual's orientation toward a boundaryless career, which referred 
to as one's Boundaryless Career Orientation (BCO), and tests of selected 
hypothesized antecedents and consequences. 
An initial set of items for the measure were developed from previous literature 
and generated from ten industrial and organizational psychology Masters students. 
The measure was validated and refined in a sample of 191 adults from a variety of 
occupations and industries in Hong Kong. Results from an exploratory factor 
analysis (EFA) revealed three factors: (a) 'BCO - readiness' (an individual's attitude 
and motivation towards a boundaryless career); (b) 'BCO - behavior' (an 
individual's actions toward continuous professional development and network 
building); and (c) ‘BCO - beliefs' (an individual's general career belief about the 
nature of careers in today's workplace and career management responsibility). Initial 
results showed promising construct validity and good internal reliabilities. Factor 
loadings and item analysis were used to select a total of 20 items for a revised BCO 
measure, with 10，5 and 5 items for the three factors, respectively. The total 
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percentage of variance accounted for by the three factors was 40.5%. 
The revised BCO measure was cross validated in another sample of 190 
working adults in Hong Kong. The confirmatory factor analysis confirmed that the 
three-factor structure had the best model fitness (CFI = .75, NFI= .68, NNFI= .72)， 
with the movement of two items from Factor 1 to Factor 2. 
Using this revised BCO measure, hypotheses concerning two antecedents 
(proactive personality and work locus of control) and consequences (career 
satisfaction and general health) of the BCO were tested. As predicted, proactive 
personality was significantly related to all three factors of the BCO, the work locus 
of control was significantly related to BCO — beliefs. The entire BCO measure was 
significantly related to career satisfaction. The hypothesized negative correlation 
between age and BCO-readiness/ behavior were not supported. Similarly, the 
hypotheses that both BCO-readiness and BCO-beliefs would be positively related to 
general health were not supported. Regression analyses demonstrated that of the two 
antecedents hypothesized, only proactive personality contributed significant unique 
variance (27%) to BCO after controlling demographical and correlated job variables. 
For the two consequences hypothesized, the BCO accounted significant variance to 
career satisfaction after controlling demographic variables but it failed to explain 
significant variance to the general health. 









探索因子分析(Exploratory Factor Analysis)歸納出三個因子，（一）無彊界事 
業-準備程度(BCO-readiness)，它表示一個人對無疆界事業的態度和推動力；(二） 




驗証因子分析(Confirmatory Factor Analysis)亦偏向證明「無疆界事業頃向」中 
的三個因子特質。 
正如前設（Hypothesis)所預料，關係分析(Correlation Analysis)指出無疆界 
事業頃向度與積極性格(Proactive Personality)和事業滿足感(Career Satisfaction) 
有著正面(Positive)和重要(Significant)的關係。而工作控信念(Work Locus of 
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Chapter 2: Introduction & Literature Review 
Traditionally, the concept of a career was viewed as upward and linear 
progression, emphasizing stability, hierarchy and clearly defined job positions in one 
or two firms (Levinson, 1978; Super, 1957). For example, Miller and Form (1951) 
developed a lifespan development model in which they viewed careers as a series of 
social adjustments to the larger culture, and Super (1957) suggested five stages of an 
individual career development: growth, exploration, establishment, maintenance and 
decline. Similarly, Schein (1978) discussed hierarchical advancement and 
specification in the idea of radial and vertical career paths. In a review of 58 articles 
on careers in five journals from 1990-1994，Arthur and Rousseau (1996) found that 
78% of articles assumed environmental stability, 74% had an intra-organizational 
focus, and 81% had hierarchical assumptions. Both anecdotal evidence from the 
popular press (Ehrenreich 1995; Fisher 1997; Hirschhom & Gilmore，1992; Martin 
1997; Schor 1997) and academic articles (Arthur & Rousseau 1996; DeFillippi & 
Arthur 1995; Bird 1996; Hall 1996a; Osterman 1996) suggested that these 
traditional models did not represent the careers of most workers and that new 
conceptualizations of careers were needed. 
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With the rapid technological and environmental changes over the past few 
decades, the traditional view on careers has changed dramatically. These changes 
include: 
(a) the advancement in technology such as computerization, automation, 
e-commerce, e-leaming (Coovert, 1995; Freeman, Soete, & 
Efendioglu, 1995; Howard 1995; Van der Spiegle 1995; Hesketh, 
2002); 
(b) increase in workforce diversity such as the increase number of women 
in the workforce at all levels (England & Farkas’ 1986; England, Reid 
& Kilboume，1996; Johnston & Packer，1987); 
(c) evolving organizational structures such as flattening of the hierarchical 
structure, introduction of virtual teams, outsourcing (Davis, 1995; 
Miles & Snow，1996; Hesketh, 2002); 
(d) increased global competition such as mergers and acquisitions, 
internationalization of services (Rosenthal, 1995; Hesketh, 2002); 
(e) changes in work practices such as a shift from permanent full-time 
work to temporary outsourcing and 
(f) contracting on as-needed basis, and privatization of public utilities and 
services such as electricity, telecommunication (Hesketh, 2002). 
Career Development 10 
These changes have all diminished the predictability of the future job 
requirements and opportunities available in organizations (Hesketh and Allworth, 
2002)，which have directly changed the nature of employment and the way careers 
are viewed. 
Recently researchers and scholars have started building new concepts to 
understand the changing nature of career (Arthur & Roussseau，1996b; Eby & 
DeMatteo, 2000; Stephens, 1994; Sullivan, Garden & Martin，1998). Given today's 
more volatile and unstable organizational and working environment, individuals 
could no longer expect lifelong employment within one organization or a steady 
climb up the corporate ladder as many organizations have flattened their 
organizational structure to enhance efficiency. Individuals are more likely to be 
employed in short-term contracts or part-time work. There are also more voluntary 
and involuntary moves across levels, functions and departments within and across 
organizations, as well as more career interruptions (Eby, 2003). This has led to an 
emerging paradigm to study a new concept of career, which is known as 
"boundaryless career" (Arthur & Rousseau，1996a). 
This perspective emphasizes that careers are no longer characterized by a 
single form but can take “ a range of forms that defies traditional employment 
assumptions" (Arthur & Rousseau, 1996b, p.3) and career are viewed as “ sequences 
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of job opportunities that go beyond the boundaries of single employment settings 
and individuals are expected to follow a career path that is nonlinear, discontinuous 
and less predicable" (DcFillipi & Arthur，1996). 
Characteristics of Boundary less Career 
While numerous writers have described the boundaryless career, Sullivan 
(1999) provided an integrative definition. In the review of the changing nature of 
careers, Sullivan (1999) summarized the characteristics of a boundaryless career in 
the following areas (a) transferability of career competencies across multiple firms; 
(b) changes of focus from extrinsic to intrinsic reward ；(c) changes in employment 
relationship; (d) development of career-related networks and contacts, and (e) 
individual responsibilities for career management. Each of these is described in 
further details below. 
Transferability of career competencies across multiple firms. Career 
competencies refer to the career relevant skills and job-related knowledge which 
accumulate over time and contribute to both the organization's and the individual's 
knowledge base (Arthur et al, 1999; Bird, 1996; DeFillippi and Arthur, 1996). 
Sullivan, Garden & Martin (1999) suggested that in the past, an individual's career 
competencies were developed within, by, and for a particular organization. Training 
and development programs taught organization-specific abilities and any 
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applicability to other industries or jobs was coincidental. In a boundaryless career, 
there is an emphasis on developing broad and flexible skill base, which is 
transferable across organizational and occupational boundaries. In addition, there is 
an emphasis on occupational learning rather than job-related learning (DeFillippi & 
Arthur, 1996; Gunz, Evans, & Jalland，2000). Thus, individuals with highly 
transferable competencies are less organizationally bounded and they are more 
marketable as they could move across organization or occupation boundaries more 
easily (Becker, 1964; Hirsch & Shanley，1996). 
Change offocus from extrinsic to intrinsic reward. Individuals' careers 
are one of the important areas in life and an individual's job motivation varies, either 
driven by extrinsic rewards such as salary, job positions and status or/and intrinsic 
reward like the achievement of personally meaningful goals (Hall, 1976). While 
many studies have considered concept of career motivation in connection with a 
neatly defined job, profession, or career path in one or two organization, i.e. 
traditional career. In the boundaryless career, a job is often marked by a variety of 
tasks that may or may not be bundled easily into a coherent job. Therefore, to find 
motivation in the changing workplace, individuals have to manage their constantly 
changing job functions and integrate varied work experiences into a coherent 
self-picture by identifying their personal meaningful goals (Mirvis & Hall, 1994). 
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Furthermore, in today's workplace, it seems likely that the career motivation gained 
from the extrinsic rewards such as job security, increasing salary and status that 
derives from one's position and employer will be less accessible and more risky. For 
example, in Hong Kong, according to the pay trend survey conducted by the 
Institute For Human Resources Management in November 2002, a negative pay 
adjustment was recorded and an overall pay reduction (-0.1%) was noted. The falls 
not only far short of the 2.5% overall pay increase adjustment recorded in 2001 but 
it is also the harshest adjustment ever recorded since the survey was first conducted 
18 years ago. It is predicted that the future trend will be on nearly zero increase. 
Therefore, people have to reexamine their career aspirations and look for other 
sources of personal meaningful goals instead of relying on the extrinsic rewards so 
as to gain their career satisfaction (Mirvis & Hall, 1994). 
Changes in the employment relationships. The transition from 
traditional careers to more boundaryless careers has led to changes in the 
psychological contract between employers and employees. Under the traditional 
psychological contract, employees exchanged loyalty for job security, while under 
the new contract, employees are more likely to exchange performance for 
continuous learning and marketability (Altaian & Post，1996; Hall & Mirvis, 1996; 
Rousseau, 1989; Rousseau & Wade-Benzoni，1995). Another way to view the 
0 
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contemporary psychological contract between employers and employees is that there 
is a shift from relational to transactional contract (Rousseau, 1990) within the 
context of the boimdaryless career. A transactional contract is defined as a monetary 
exchange over a specified period of time with employer "contracting" for the 
application of specific skills to specific tasks and compensating the skill holder for 
satisfactory performance. A relational contract, by comparison, is not time bound; 
rather it establishes an ongoing relationship between the person and the organization, 
and involves the exchange of both monetary and non- monetary benefits, such as 
mutual loyalty, support and career rewards. In the boimdaryless career, there are 
more contract staff, part-time staff and temporary worker, the employment contract 
between employer and employees, in this sense, will be more inclined towards the 
transactional contract. 
Development of career-related networks and contacts. Career-related 
networks and contacts (Arthur et al.，1999; DeFillippi & Arthur 1994) refer to the 
relationships with others on behalf of the organization (e.g. suppliers, customers) 
and personal connections (e.g. professional and social acquaintances) (Parker & 
Arthur, 2000). In the boimdaryless career, the development of career-related network 
and contacts (i.e. social capital) is very important (Hall, 1996; Kram 1996; Raider & 
Burt, 1996). The major benefits of networking represent a resource for expertise, 
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reputation development, learning, career support and new job opportunities (Arthur, 
1994; DeFillippi & Arthur，1994; Hirsch 1987; Lado, Boyd, & Wright, 1992; Parker 
& Arthur，2000). As there is less job security among today's workers, individuals 
need to be well connected within their company as well as look outside the 
organization for support and development assistance (Eby, 2003; Higgins & Krams, 
2001). Rapidly changing technology also means that maintaining up-to-date skills is 
increasingly important, yet also difficult. Networking inside and outside the 
organization can help individuals stay on top of new developments and approaches 
(Eby, 2003; Higgins & Kram，2001 ;• Some studies suggest that individuals with 
large, social or professional networks will be more successful job seekers in crossing 
boundaries of multiple firms (Burt, 1997; Jones, 1996; Granrose & Chua，1996; 
Saxenian, 1996). Such networks, however, are not encouraged by traditional 
organizational structures, thus individuals who face involuntary transitions to 
boundaryless careers may have difficulty in navigating the new career paths and 
finding employment. 
Individual responsibilities for career management. In tomorrow's 
workplace, it is more likely that the locus of career development responsibility will 
shift from organization to the individuals (Mirvis & Hall，1994). One reason is that 
there is too much uncertainty about future organizational needs, it is often difficult 
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for organizations to chart out prospective career paths and steer people through 
prescribed developmental sequences. This means that individuals should take up the 
responsibility of developing and designing their own career instead of taking care by 
the organizations in the good old days so as to remain employable. To do so, 
individuals must assess their strengths and weaknesses, engage in self-reflection and 
ask for help when needed (Hall, 1996; Hall & Siebert, 1992). It is also important for 
individuals to develop the flexibility and adaptability so as to strategically manage 
their careers (Hesketh, 2001). 
A Measure of BCO 
Despite the changing nature of career in the workplace, the concept of the 
boundaryless career has received limited empirical research attention. There has 
been only a few special articles of this new career concept published in the Journal 
of Organizational Behaviour and Group and Organization Management. There were 
also few books written on the subject. 
With the emergence of the boundaryless career in today's workplace, there is 
greater need for individuals to adjust psychologically or cognitively towards the new 
nature of career or to demonstrate different behavior. So, what are the behavior, 
cognitive beliefs or psychological state that are necessary for an individual to adapt 
to the boundaryless career. Eby (2001) also suggested that one of the future research 
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directions in boundayless career was to identify the common dimensions that 
characterize boundaryless career. Therefore, the development of a boundaryless 
career orientation measure is a necessary step in exploring this new career construct 
and answering the above question. 
The development of the BCO measure could be useful in achieving a variety 
of outcomes. First, the measure could provide student career counselors a means to 
increase the career awareness of the graduate students by examining their orientation 
towards boundaryless career, thus proper training could help them to better adapt to 
boundaryless career. Second, it could help the human resources and training 
practitioners to identify the staff with different levels of BCO during organizational 
restructuring or reengineering process. Individuals with high boundaryless career 
orientation will be more likely to cross organizational boundaries such as the 
changes to contract employment, job rotation, inter-or-intra roles transitions, thus 
the organization could better mobilize the resources or make better HR decisions. 
Third, the measure could provide the recruitment consultants an easy and simple 
method to understand job-seekers' orientation towards boundaryless career, thus 
they could make better decision for recommending candidates to client organizations 
that job positions are not bounded. Finally, the measure development could provide 
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researchers with empirical data and insights to establish theories or formulate 
models of this new career construct. 
Existing and Proposed Career Measures Related to BCO 
Despite the importance of boundaryless career orientation, existing and 
proposed career measures only tap aspects of this construct. For example, Driver 
(1982) developed the "Career Concept Questionnaire" that differentiates the career 
paths as transitory and spiral from (nontraditional paths), as well as steady and linear 
(traditional paths) based on the dimension of time, permanence, and direction 
underlying individual career choices. The "Steady State," is characterized by little or 
no job change while "Linear" represents moderate and consistent upward movement 
within a single field. For "Spiral" career path, it is more gradual long-term upward 
movement in related fields, through short-term lateral changes among them, while 
for "Transitory" career path, it refers to frequent short-term changes in variable 
directions among jobs representing unrelated fields (Brousseau, Driver, Eneroth, & 
Larsson, 1996; Driver, 1982). Although Driver's (1982) Career Concept 
Questionnaire measures the individual's career orientation towards non-traditional 
career such as spiral and transitory career, there is virtually no published research on 
its psychometric properties. I believe that the traditional and linear oriented 
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individuals will have low boundaryless career orientation whereas the spiral and 
transitory individuals will have higher orientation to boundaryless career. 
Apart from Driver's measure of career concepts, Sullivan, Garden and Martin 
(1998) proposed a career grid taxonomy that integrated the literature on career 
development models, including Super's (1957) theory and the literature on evolving 
organizational structures. They recommend that career types can be differentiated on 
two continua: transferability of competencies (i.e. how portable or 
organization-specific an individual's knowledge, skills and abilities are) and internal 
work values (i.e. the relatively stable goals individuals attempt to achieve through 
their careers). People who are low on internal work values and transferability of 
competencies are typically associated with the traditional career that is believed to 
have low boundaryless career orientation, while people who are high on internal 
work values and on transferability of skills with be classified as "self-designed 
career" and those who are high on internal work values and low on transferability of 
skills are classified as "self-directed career". The self-designed and self-directed 
careers are also known as non-traditional career, which is believed to have higher 
boundaryless career orientation. This career grid taxonomy is only a conceptual 
model and has not been empirically tested and studied. 
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Sehein (1978) proposed the theory of career-anchors and the anchors emerge 
for individuals who have worked for at least 3 to 5 years as they collect information 
about their values, needs and self-perceived talents through actual work experience. 
Sehein stated that every person would have one dominant anchor that reflects the 
aspect of one's career that the person would not give up in the face of career 
choices. Recently, Sehein (1996) reformulated the career anchors into eight 
categories: managerial, technical, autonomy, security, lifestyle, service, challenge 
and entrepreneurial creativity. It is believed that individuals with different anchors 
will have different level of orientation to boundaryless career. The details will be 
elaborated in the next section "method -study 1”. 
Present Study 
The present study aims at developing a career measure of the 
Boundaryless Career Orientation and identifying the antecedents and consequences 
that might relate to BCO. Study 1 focus on measurement development while Study 2 
focus on testing the hypothesized antecedents and consequences of BCO. The 
antecedents examined included proactive personality and work locus of control, 
while the consequences examined include career satisfaction and general health. 
The following chapters will first report the method, results and discussion of 
each study, followed by a general discussion of the whole study. 
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Chapter 3: Method — Study 1 
The purpose of Study 1 was to develop a valid and reliable measure of BCO. 
An initial pool of items for the BCO measure was developed from two sources: a 
literature review and a brainstorming exercise among a group of 10 graduate 
students in Industrial/Organizational psychology. From the literature review on the 
boundaryless career, two preliminary sub-dimensions of the measure were 
identified: "beliefs about boundaryless careers" and "readiness towards 
boundaryless career". The former dimension was linked with the BCO 
characteristics regarding the belief about individual responsibility for career 
management, psychological contracts of today's workplace, and career satisfaction, 
as discussed in chapter 2. The "readiness toward boundaryless career" dimension 
was linked with the BCO characteristics like the development of networks and 
transferable career-competencies. An initial set of fifteen items were drafted, for 
example, "I expect to experience frequent career changes, both voluntary and 
involuntary, in my future career" (belief about careers), and "I participate in social 
or professional gatherings regularly to build up my professional networks (readiness 
towards boundaryless career)". 
Apart from the literatures, a group of ten I/O psychology Masters students from 
the Chinese University of Hong Kong were also asked to generate items for the 
Career Development 22 
construct based on the characteristics of the boimdaryless career, including the two 
underlying dimensions. These items were edited and combined with the initial set of 
items to form a pool of 34 items for the present study (see Table 1 on next page). 
Items were recorded into a preliminary scale with each item rated on a 6-point 
scale (from l=strongly disagree, to 6=strongly agree). A six-point scale was chosen 
to avoid the neutral response made possible by odd-numbered scales and to allow 
for sufficient variability in response. Eleven items were negatively worded so as to 
reduce response set bias, for example, "I have always preferred permanent and 
stable jobs", and "Most organizations provide a clear career path for their 
employees". 
Participants 
An initial measure development sample consisted of 211 working adults 
from different industries and occupations in Hong Kong. Participants were selected 
based on convenience sampling. Of the 211 Participants, 20 failed to complete the 
questionnaire entirely, thus the useable sample included 191 respondents (79 male 
and 112 female), with most unmarried (n=122), and the rest either married (n=62) or 
divorced (n=2). The majority of the Participants were in the age group of 25-34 
(n=120) and the rest were from 35 to 65 or above. The work experience ranged from 
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1 to 39 years. One hundred and thirty four respondents had completed tertiary 
education, with 42 having completed a Masters or PhD 
Table 1 
Initial 34 items of the BCO measure 
1. It is usual for a person to keep the same job throughout his/her whole life. (R) 
2. Changes of position within and across organizations can be expected for individuals in most 
careers. 
3. I believe that developing my career is my own responsibility. 
4. I read newspapers, magazines or journals to keep it up with developments in my field. 
5. I have a wide range of professional contacts that I could call upon if I were interested in 
finding a (new) job. 
6. I have always preferred permanent and stable jobs. (R) 
7. Most organizations provide a clear career path for their employees. ( R) 
8. I believe that I will work for the same organization for the rest of my life. (R) 
9. Employees should take initiative to explore their own developmental needs. 
10. In the past year, I have taken courses toward developing skill and knowledge which can 
facilitate my future career 
11.1 feel comfortable with changes in career. 
12. Careers are dynamic and subject to changes throughout life. 
13.1 expect to experience frequent career changes, both voluntary and involuntary, in my future 
career. 
14.1 believe that I have the skills which would make me employable in a wide range of jobs. 
15.1 participate in social or professional gatherings regularly to build my professional networks. 
16. Contract-based jobs are likely to become more prevalent in the future. 
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17.1 believe that my loyalty to an organization is an important component as my career moves 
forward. ( R ) 
18.1 believe that my organization should be responsible for my career development. ( R ) 
19. Generally, I am willing to move across organizations. 
20. My personal situation allows me to change employers or jobs even if such a change involves 
a temporary loss of income. 
21. Life-long employment within a single organization is likely to remain the norm, rather than 
an exception, ( R ) 
22.1 believe that I will change my current career field completely at a certain point of my life. 
23.1 am prepared to take courses to increase my marketability in the job market. 
24. It is important for my career that I continue meeting people with different expertise. 
25.1 would find it exciting to take another job within my organization. 
26. My organization should provide me with the training for any new job tasks that I may have 
in the organization later. ( R ) 
27. In view of the changing work environment, I am adaptable enough to move across different 
jobs. 
28. Acquiring skills and knowledge beyond those required in one's present job is essential in 
today's working environment 
29. Broadening my social network is an useful strategy for the future of my career. 
30.1 feel ready for virtually any lateral transition across different departments within my 
organization. 
31.1 have joined some professional bodies in my field. 
32.1 hope to pursue the reminder of my career in no more than one or two organizations. (R) 
33. Security and stability are important to my career development. ( R ) 
34.1 find most career satisfaction from continuing to do the same job. ( R) 
Note. R = Reversed Item 
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education. There were 71 participants who worked in one or two organizations in 
their career history while the remaining 120 participants served more than 2 
organizations. 81 participants reported that they belonged to at least one professional 
organization while 110 did not join any professional bodies. 
Validation Measures 
To validate the BCO measure, scales were selected for the establishment of 
construct validity through convergent and discriminant validity (Campbell & Fiske, 
1959). The convergent validation scales included the two career anchors scales 
"security/stability" and "autonomy/ independence" (Schein, 1993)，and "career 
planning" scale developed by Gould (1979). The rationale for using these 
measures is provided next. 
According to Schein (1978，1990)，security/stability-anchored individuals 
will not give up employment security or tenure in a job or organization. They have 
an overriding need to organize their careers so that they feel safe and secure. They 
often seek jobs in organizations that provide job tenure, good retirement plans and 
the reputation of avoiding layoffs. Security/ stability anchored individuals also 
welcome the "golden handcuffs" and are usually willing to give responsibility for 
their career management to their employers. Based on the above characteristics, it is 
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expected that the security/stability-anchored individuals will be less oriented 
towards boundayrless career and thus a negative relationship will be expected. 
On the other hand, individuals with an autonomy/independent anchor will 
not give up the opportunity to define their work in their own way and will seek work 
situations in which they will be maximally free of organizational constraints 
(Schein, 1978, 1990). They cannot stand to be bound by rules, procedures, working 
hours and dress codes. Therefore, autonomy/ independence anchored individuals are 
expected to have higher orientation towards boundaryless career. Likewise, 
individuals who take up the initiatives to plan their career development and are clear 
about their career preferences and path are also expected to have high boundayrless 
career orientation. In short, individuals who score high on career anchor scale 
"autonomy/ independence" (Schein, 1993)，and "career planning" (Gould, 1979) 
should also score high on BCO measure, and thus a statistically significant and 
moderate correlation was expected. 
The discriminant validation scales included two of the career anchors scales 
"service/dedication to a cause" and "lifestyle" (Schein, 1993) and "Faith in 
Management “ scale (Cook and Wall, 1980). It is anticipated that the BCO measure 
to demonstrate near-zero correlations with the discriminant validity scales, as the 
chosen three scales are believed to be unrelated to the BCO measure. 
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Chapter 4: Results & Discussion - Study 1 
The chapter reports the results of exploratory factor analysis and the factor 
structure of the BCO measure. Initially, the BCO measure demonstrated good 
construct validities and three factors were identified with good internal reliabilities. 
Factor Analysis 
An exploratory factor analysis (EFA) was performed on the 34 items, by 
using the software SPSS 10.0，so as to investigate the number of potential factors of 
the BCO measure. The Kaiser-Meyer-Olkin measure of sampling adequacy was .75, 
which indicated that the factor analysis was appropriate. Ten factors had eigenvalues 
greater than 1.0, and the scree plot revealed a break in slope after three factors. 
Based on the scree test result, a three-factor structure with varimax rotation was 
imposed. Out of the three factors, there was one factor that consisted of all 
negatively worded items. After careful examination, a decision was made to remove 
all the negatively worded items for two reasons. Firstly, as suggested by Schmitt and 
Stults (1985)，factor of negatively worded items typically represents methodological 
artifacts, such as respondents' carelessness or difficulty in item interpretation etc. In 
this study, the language used in the questionnaire is English, which might have 
created difficulties for the Chinese respondents to respond to the negatively worded 
items. Secondly, the factor identified with negatively worded items did not appear to 
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be a substantive factor. Accordingly, the negatively worded items were discarded 
in order to reduce any possible ambiguity on factor interpretation. 
The results of the second factor analysis, with all the negatively worded 
items removed, resulted in seven factors with eigenvalues greater than 1.0 and the 
scree plot again revealed a break in slope after three factors. Based primarily on the 
results of the scree plot and interpretability of factors, a three-factor solution was 
chosen. Items were included into the measure when an item had factor loading larger 
than 0.40 and which did not have a loading above this point on the other factors 
constituted each of the factors. 20 items of the BCO measure were retained, and 
three factors that consisted of 10，5，and 5 items respectively (Table 2) were 
obtained. The standardized alpha for each of the three factors was .80, .71 and .64 
respectively. 
Factors Structure 
The first factor, termed "BCO - readiness", indicates an individual's attitude 
and motivation towards the boundaryless career. Individuals who score high on this 
factor are believed to be ready for career transitions across organizations or 
occupations. They are more likely to be adaptable and comfortable with career 
changes in boundaryless careers. For examples, "in view of the changing work 
environment, I am adaptable enough to move across different jobs", "I expect to 
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experience frequent career changes, both voluntary and involuntary, in my future 
career" etc., are the example of the items included in this scale. 
Table 2 
BCO Measure: Finalized Factors Structure and Items Loading 
Factor Loadings 
Factor 1: BCO - readiness Factor 1 Factor 2 Factor 3 
In view of the changing work environment, I am adaptable .675 .083 .208 
enough to move across different jobs. 
Generally, I am willing to move across organizations. .650 -.023 .110 
I expect to experience frequent career changes, both voluntary .649 .017 -.028 
and involuntary, in my future career. 
I believe that I will change my current career field completely .576 -. 159 -.142 
at a certain point of my life. 
I feel comfortable with changes in career. .567 .210 .061 
I feel ready for virtually any lateral transition across different .543 .344 .085 
departments within my organization. 
I would find it exciting to take another job within my .541 .167 .115 
organization. 
I believe that I have the skills which would make me .514 .354 .102 
employable in a wide range of jobs. 
It is important for my career that I continue meeting people .482 .131 .241 
with different expertise. 
I am prepared to take courses to increase my marketability in .416 .226 .216 
the job market. 
Note. ‘ The alpha of Factor 1=.80 ^ Total percentage of variance accounted by Factor 1=23.5% 
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Factor Loadings 
Factor2: BCO-behavior Factor 1 Factor2 Factor 3 
I participate in social or professional gatherings regularl to ^28 800 026 
build my professional networks. 
I have a wide range of professional contacts that I could call Qg4 gy^ q^^ 
upon if I were interested in finding a (new) job. 
I have joined some professional bodies in my field. q83 652 . 123 
I read newspapers, magazines or journals to keep it up with q26 593 198 
developments in my field. 
In the past year, I have taken courses toward developing skill q^-j 542 j 55 
and knowledge which can facilitate my future career 
Note. I The alpha of Factor 2 = .71 ^ Additional percentage of variance accounted by Factor 2 = 9.4% 
Factor Loadings 
Factor 3: BCO _ belief Factor 1 Factor 2 Factor 3 
Employees should take initiative to explore their own _ I39 123 714 
developmental needs. 
I believe that developing my career is my own responsibility. qq2 _ 139 559 
Acquiring skills and knowledge beyond those required in 329 096 555 
one's present job is essential in today's working environment 
Changes of position within and across organizations can be 21I .111 511 
expected for individuals in most careers. 
Contract-based jobs are likely to become more prevalent in the Q-jg _ qj^ 493 
future. 
Note. 'The alpha of Factor 3=.64 ^ Additional percentage of variance accounted by factor 3= 7.6% 
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The second factor, "BCO - behavior" indicates individuals' behavior for 
continuous professional development and network building. Individuals who score 
high on this factor are likely to involve more in social and professional gatherings to 
build their networks, and spend more time in reading and taking courses related to 
their professional development. For example, items include "I participate in social or 
professional gatherings regularly to build my professional networks", "I read 
newspapers, magazines or journals to keep it up with developments in my field" etc. 
The third factor, termed "BCO -beliefs", captures individuals' beliefs about 
the nature of careers in today's workplace and beliefs about individuals' career 
management responsibility. For example, items include "employees should take 
initiative to explore their own developmental needs" or "acquiring skills and 
knowledge beyond those required in one's present job is essential in today's 
working environment" etc. To further refine this factor in the cross-validation study 
in Study 2，two words "I believe" were added to all the five items under this factor. 
For example "employees should take initiative to explore their own developmental 
needs" was rewritten, as "I believe employees should take initiative to explore their 
own developmental needs". 
Some changes were made in the item wording so as to fit more to the factor 
definition and these items would be validated in Study 2. For example, two items in 
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Factor 1 (boundaryless career readiness) were refined. Item 14 "I believe that I have 
the skills which would make me employable in a wide range of jobs" was rewritten 
as "I possess a variety of skills and knowledge, which would make me employable 
in a wide range of job", and Item 24 "it is important for my career that I continue 
meeting people with different expertise" was rewritten as "I continually meet people 
with different expertise to build my social and professional network". 
Discriminant Validity 
As predicted, small and insignificant correlations were found among the 
three BCO factors and the discriminant validity scales, except for one significant 
correlation found between BCO-behavior and "career anchor - service/ dedication to 
a cause" (see Table 3 for details of construct validity). Schein (1978，1990) 
theorized that service-anchored (or dedication to a cause) individual are dedicated to 
serve and connected with other people. They want recognition and support both 
from their professional peers and from their superiors. Thus, one possible 
explanation of this unexpected finding was that service-anchored individual would 
be more likely to demonstrate BCO behavior by connecting with other people 
through social or professional gatherings. 
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Table 3 
Correlation between BCO Measure and Validation Scales 
Entire BCO BCO- BCO- BCO-
Measure readiness behavior beliefs 
Convergent Validity Scales 
Career Planning .36*** .22*** .39*** .15*** 
Security/ Stability .03 -.13* .09 .07 
Autonomy / independent .06 .12 .01 .02 
Discriminant Validity Scales 
Faith in Management .11 .07 .13 .04 
Dedication to a cause .20*** .10 .21*** .11 
Lifestyle ^ ^ M .12 
Note. *p=.08, ** p<.05, ***p<.01 
Convergent Validity 
As expected, the entire BCO measure correlated significantly with the 
convergent validity scale "career planning". BCO- readiness was marginally 
negatively correlated with career anchor scale "security/stability" (r =. -.13, p = .07). 
Surprisingly, the BCO measure did not correlate significantly with the career anchor 
scale "autonomy/ independence" (see Table 3 for details). One possible reason to 
explain this finding was that as three factors of the BCO suggested the psychological 
state, cognitive beliefs and career-related behaviour of an individual towards 
boundaryless career, which were slightly different from the construct of career 
anchor "autonomy/ independent" that emphasized on the working style. 
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In short, the pattern of correlations with other validation scales provides 
some support for the construct validity of the BCO measure. However, convergent 
validities were somewhat weaker than expected. As a result, additional measure 
refinement was conducted in Study 2. 
In summary, the initial results of Study 1 showed encouraging construct 
validity and good internal consistency for a three-factor structure of the BCO 
measure. The following chapters report the introduction, method, results and 
discussion of Study 2. 
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Chapter 5: Introduction - Study 2 
In Study 2,1 explored the relationship between BCO and a number of 
psychological constructs such as proactive personality and work locus of control 
(antecedents), career satisfaction and general health (consequences), and a 
demographical variable "age" (see Figure 1 below). This chapter will elaborate the 
details of each hypothesis. 
In short, the purpose of Study 2 was (i) to further validate and refine the BCO 
measure in another sample so as to provide further evidences of the construct 
validity of the measure; (ii) to determine if the BCO construct is related to the above 
psychological variables in a predictable way. 
Proactive Personality ^Hypothesis 1 (+ve) Hypothesis 3 (+ve) ^ ‘ ^ ^ ^ 
^ ^ ^ ^ ^ ^ ^ J i Career Satisfaction ) 
/ Boundaryless 
Career Orientation J 
( B C O ) > / H y p o t h e s i s 4 (+ve) 
Hypothesis 2 、 Z 
Internal W o r k ^ . - ^ ^ y / ^ f General H e a l t h 、 
、Locus of Control 夕 / 夕 
^ ^ ^ H y p o t h e ^ (-ve) ^ ^ 
C ^ Age 
Figure 1. Relationship between BCO and its hypothesized antecedents and 
consequences 
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Proactive Personality 
Proactive personality refers to a dispositional tendency toward proactive 
behavior. According to Bateman and Grant (1993), highly proactive individuals 
identify opportunities and act on them, show initiative, and preserve until they bring 
about meaningful change. They transform organizations' missions, find and solve 
problems, and take it on themselves to impart on the world around them. Less 
proactive individuals are passive and reactive, and they tend to adapt to 
circumstances rather than change them. Thus, the personality trait of proactivity is 
expected to prepare individuals with flexibility needed for uncertain career 
transitions. 
Hypothesis la: Proactive personality will be positively related to BCO-
readiness. 
With the personality trait of proactivity, proactive individuals also approach 
their jobs and careers differently than less proactive people. Proactive individuals 
are more likely to engage in career management activities such as seeking out job 
and organizational information, obtaining sponsorship and career support, 
conducting career planning and persisting in the face of career obstacles (Ashford 
and Black, 1996; Frese et al, 1997; Morrison, 1993). They may be even be more 
likely to identify and pursue opportunities for self-improvement, such as acquiring 
further education or skills needed for future promotions. These behaviors are related 
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to the BCO behavior and beliefs as proactive individuals are more likely to engage 
in professional development activities and they will also take responsibility of their 
career development, thus 
Hypothesis lb: Proactive personality will be positively related to BCO-
behavior. 
Hypothesis Ic: Proactive personality will be positively related to BCO-
beliefs. 
In short, I also believed that proactive personality would be related to the entire 
BCO measure. Thus, 
Hypothesis 1 d: Proactive personality will be positively related to entire BCO 
measure. 
Work Locus of Control. 
Rotter (1966) originally formulated "locus of control" (LOG) as a generalized 
belief about the contingency between one's action and actual outcome brought 
about through social learning mechanisms. Internal locus of control refers to the 
conviction that the outcomes of events in life are contingent upon one's own behavior, 
whereas the external locus of control refers to the conviction that the outcome 
of events are contingent upon luck, chance, fate, or powerful others. Researchers have 
agreed that LOC is an important individual dispositional factor, and can be regarded 
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as a stable personality trait (Levenson, 1974; Paulhus, 1983). 
The scale "Work Locus of Control" was developed by Spector (1988) to be a 
domain-specific measure of locus of control for work settings. According to Spector, 
work locus of control concerns generalized expectancies about the control of 
reinforcement or rewards at work. Internals feel they can control reinforcements at 
work while externals feel they cannot. Externals attribute control to luck, fate or 
powerful ones, most typically to superiors. In this sense, an internal work locus 
individual will be more likely to take up the career responsibility even the 
organizations fail to do so and this might be related to the BCO-belief, thus, 
Hypothesis 2: Internal locus of control will be positively related to 
BCO-beliefs. 
Career Satisfaction 
Career success has been defined in terms of the positive psychological and 
work-related outcomes accumulated as a result of one's work experiences (Judge, 
Cable, Boudreau, & Bretz，1995; London & Stumpf，1982; Seibert et al , 1999). These 
authors further divide career success into extrinsic and intrinsic career success. 
Intrinsic success, measured in terms of career satisfaction, refers to the factors that are 
inherent in the job or occupation itself and is dependent on an individual's subjective 
evaluation relative to his or her own goals and expectations. It is derived from the 
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individual's appraisal of his / her career development and advancement across many 
jobs (Greenhaus, Parasuraman, and Wormley, 1990). Extrinsic career success, 
measured in terms of salary and promotions, refers to outcomes that are both 
instrumental rewards from the job or occupation and are objectively observable. 
Research confirms the idea that extrinsic and intrinsic career success can be assessed 
as relatively independent outcomes, as they are only moderately correlated (Bray and 
Howard, 1980; Judge and Bretz，1994). 
As the boundaryless career emphasize on inter-firm mobility and 
unpredictability, career researchers expand their conceptualizations of career success 
beyond those typically studied (e.g. extrinsic career success like salary and promotion) 
while simultaneously de-emphasizing external or objective measures of success 
(Parker and Arthur, 2000). For example,; Hall and Mirvis (1996) discuss the 
importance of psychological success as a criterion by which to judge career 
achievement in the boundaryless career. This represents ‘‘ a feeling of pride and 
personal accomplishment that comes from knowing that one has done one's personal 
best (Hall and Mirvis, 1996，p. 26). Similarly, Parker and Arthur (2000) discuss the 
concept of "intelligent subjective career" (p.101), which is similar to boundaryless 
career. They emphasize that how one feels about his or her career accomplishments is 
important than external or tangible indicators like salary growth. Sullivan (1999) 
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also compared the definition of career success between traditional and boimdaryless 
career. She stated that in traditional career, career success was measured by pay, 
promotion and status (extrinsic reward), while in boimdaryless career，career success 
was measured by psychological meaningful work (intrinsic reward). Thus, it is 
believed that higher boimdaryless career orientation will be likely to correlate 
positively with intrinsic career success. 
Hypothesis 3: Entire BCO measure will be positively related to intrinsic career 
success. 
General Health 
The shift in employment boundaries also creates an impact on psychological 
boundaries. For an individual, periodic and unpredictable changes in his / her 
employment status and degree of membership in a company create confusion and 
upset. Past research have documented many studies about the emotional stress 
associated with unexpected job loss (Brockner, Davy & Carter, 1985) and the tension 
associated with "hanging on" versus "letting go" even in the case of a planned change 
in jobs or employers (Bridges, 1980). Besides, Sarason (1977) states that many 
working people are imbued with the "one life/one career" (lifelong employment) 
perspective that makes the idea of career change especially threatening and stress are 
commonly found. Furthermore, during the career changes，there might be adjustment 
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problems like the unlearning of familiar work habits and skills, as well as the mastery 
of new ones. Thus, if the individuals are more ready for the boundaryless career or 
belief about the changing nature of career, they are less likely to experience stress, 
emotional and psychological problems, thus, their general health status will be much 
better. Therefore, 
Hypothesis 4a: BCO-readiness will be positively related to general health 
status. 
Hypothesis 4b: BCO-beliefs will be positively related to general health status. 
Demographic Variable - Age 
Despite myths regarding older workers, no consistently negative relationship 
between the age and work performance has been found (Hannsson, Dekoekkoek, 
Neece & Patterson, 1997). However, there may be an age difference across career 
types due to other factors, including human capital sunk costs. When there is huge 
investment in firm-specific skills, the generalization of these skills in external 
market will be low (Becker, 1993). Thus, it may be more difficult for individuals at 
midlife and later to change from traditional to nontraditional career (Hirsch & 
Shanley, 1996). Apart from high human sunk cost, older workers may be more 
resistant to job changes than younger workers because of the fear of starting over 
again at the bottom of a new firm, especially if the market value of their previous 
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experience and skills are low (Campbell & Cellini，1981; Hansson et al., 1997). 
Also, many older workers are socialized into a system whereby unconditional 
loyalty to an employer is highly rewarded. Unlike the younger generation, older 
workers may not want the flexibility that can be obtained in the boundaryless career. 
Thus, older workers are believed to be less ready for boundaryless careeer. 
Hypothesis 5a: Age will be negatively correlated with BCO-readiness. 
Apart from the above, some studies showed that older workers might not be 
given the developmental opportunities needed to make the transition from traditional 
to nontraditional careers. For example, Stems and Miklos (1995) states that 
company spending on training is usually inversely related to employee age and only 
28% of Fortune 500 companies offer late-career employees training to reduce 
obsolescence or plateauing. Hall & Mirvis (1996) also states that the perceptions 
of investment in the development of older workers are too costly, and that older 
workers are too inflexible and difficult to train. Thus, 
Hypothesis 5b - Age will be negatively correlated with BCO-behavior. 
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Chapter 6: Method - Study 2 
The purpose of Study 2 was to explore the relationship between BCO and its 
hypothesized antecedents and consequences. A self-administered questionnaire was 
designed (see Appendix) to include the revised 20 BCO items from Study 1 and 
scales of the hypothesized constructs. The total number of items in the questionnaire 
was 66. At the end of the questionnaires, demographic information was collected on 
gender, martial status, age, education level, monthly income, years of working 
experiences, number of promotions in career life, number of professional 
organizations belonged, occupation and industry belonged. 
Participants 
Questionnaires for Study 2 were disturbed to employees from different 
occupations and industries in Hong Kong based on convenient sampling, either 
through email or by mail. The total number of questionnaires collected was 190, 
with 76 male and 113 female respondents. There was one participant who missed to 
complete the demographic section in the questionnaire. Out of 189 respondents, 115 
were single and 72 were married. Majority of the respondents were within the age 
group of 25-34 (n=130), the remaining were 18-24 (n=7)，35-44 (n=38) and 45-54 
(n=14). For the education level, 122 respondents completed tertiary education, 61 
completed Master/PhD education and the remaining 6 respondents completed 
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secondary education. The years of working experiences ranged from 1 to 31 years, 
and the average was 9. 
Measures 
Proactive personality. To measure proactive personality, the nine-item 
scale developed by Bateman & Cmnt in 1993 was used. Sample items: "Wherever I 
have been, I have been a powerful force for constructive change “ and "I can spot a 
good opportunity long before others can. “ Respondents rated these items on a 
6-point scale ranging from 1 (strongly disagree) to 6 (strongly agree). Cronbach's 
alpha for this scale was .85. 
Work locus of control. Spector's (1988) 16-item Work Locus of Control Scale 
(WLCS) was used to measure the belief that work is under one's own control (internal) 
or underthe control of chance, fate, or powerful others (external). In the present study, 
the WLCS was scored in the direction of "internal" control. The Cronbach's alpha of 
the scale is .82. Sample items include "Getting the job you want is mostly a matter of 
luck" and "When it comes to landing a really good job, who you know is more 
important than what you know’'. Respondents rated the 16 items on a 6-point scale 
with 1 indicating strongly disagree and 6 indicating strongly agree. 
Career satisfaction. For career satisfaction, the 5-item scale developed by 
Greenhaus, Parasuraman and Wormley (1990) was used. Respondents were asked to 
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indicate their levels of satisfaction with five dimensions of their careers on a scale 
ranging from 1 (very satisfied) to 5 (very satisfied). Sample items were "The 
progress I have made toward meeting my goals for advancement" and "The success 
I have achieved in my career ". Cronback's alphas for this scale is .83. 
General health. The General Health Questionnaire (Banks, M.，Clegg，C., 
Jackson, P., Kemp, N.，Stafford, E. and Wall, T., 1980) was used to measure 
people's level of health. The Cronbach's alpha was .85. On a scale of 1 to 4 (with 1= 
Not at all, 2 = Sometimes, 3 = Often and 4= Very often), respondents were requested 
to rate themselves on 12 items. Sample items included "Been able to concentrate on 
what you are doing? ", "Felt you are playing a useful part in things? ", and "Been 
losing confidence in yourself?“ 
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Chapter 7: Results & Discussion - Study 2 
This chapter reports the results of the Study 2，which included the 
cross-validation of the BCO measure by the confirmatory factor analysis and the 
testing results about the relationship between BCO and its hypothesized antecedents 
and consequences. First the revised 20-item BCO measure was assessed for internal 
validity and reliability. 
Confirmation Factor Analysis - BCO Measure 
Using EQS 5.3 (Bentler, 1996) and employing maximum likelihood 
estimation procedures, confirmatory factor analysis (CFA) was conducted to 
evaluate the model fit of the 3-factor BCO measure identified by the exploratory 
factor analysis in Study 1，in comparison to a single factor model, which served as 
the baseline comparison model. Several fit indices were used to evaluate and 
compare across the CFA models, including the chi-square test, comparative fit index 
(CFI), Bentler-Bonett Normed Fit Index (NFI) and Bentler-Bonett Nonnormed Fit 
Index (NNFI). 
The single-factor model tested the hypothesis that all the items were 
correlated with one factor "BCO" in general was easily rejected (x^ =826, [170], 
£<.001). The goodness-of-fit indices suggested that the model had a poor fit of data 
(CFI = .53, NFI = .48，NNFI = .48). The three-factor model proposed by the EFA 
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was tested next (x^ =572, [167], e<.001) and fit indices improved (CFI = .71，NFI= 
.64，NNFI= .67). A chi-square difference test indicated a significant improvement in 
model fit between the single-factor and three-factor model. 
Despite the better model fit of the three-factor solution over the single factor 
one, the goodness-of-fit indices provided only partial support of the model fitness. 
The indices (CFI, NFI and NNFI) were still relatively low as compared with the 
acceptable value (>.90) for a good fit of data (Bentler, 1992). Therefore, post hoc 
model modifications were performed to develop a better fitting model. On the basis 
of the Lagrange multiplier test, two paths were suggested to add on the model. They 
were also the two rewritten items, which were originally in the factor of 
"BCO-readiness". They were suggested to be included in the factor of 
BCO-behavior. The results showed improvement in the model fitness, with 七=481, 
[165], n<.001, and fit indices are CFI = .77, NFI= .70，NNFI= .74. 
On one hand, as the BCO measure development was in a preliminary stage, 
it was expected that further measure refinement was needed. On the other hand, 
from the theoretical perspective, attaching a single item to two factors in the same 
measure was not appropriate. Therefore, I decided to place Items 8 and 9 under a 
single factor based on the following three criteria: (i) the items' meaning, (ii) the 
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change of internal reliability of the two factors, and (iii) the change in model fitness 
as indicated by the fit indices. 
The two rewritten items fitted in the definition of BCO-behavior more than 
BCO-readiness. After Study 1，the item "I believe that I have the skills which would 
make me employable in a wide range of jobs “ was rewritten to "Ipossess a variety 
of skills and knowledge, which would make me employable in a wide range ofjobs ”， 
and "It is important for my career that I continue meeting people with different 
expertise “ was rewritten to "I continually meet people with different expertise to 
build my social and professional network ”. After examining the meaning of the 
two re-written items, they were found to fit the definition of BCO-behavior as the 
former was related to one's professional development by possessing a variety of 
skills and knowledge, while the latter was related to the network building behavior. 
Next, the change of internal reliability of the two factors was examined. With 
the movement of the two rewritten items from BCO-readiness to BCO-behavior, the 
internal reliability of BCO-readiness changed from .84 to 82, while the internal 
reliability of BCO-behavior increased from .75 to 80，which showed a significant 
improvement of internal reliability of BCO-behavior, and at the same time, it did not 
create a great impact on the internal reliability of BCO-readiness. 
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Finally, the CFA was carried out by fitting the two written items to 
BCO-behavior instead of BCO-readiness, and the results showed improvement in 
the model fitness ( x ^ = 5 1 1 , [ 1 6 7 ] , e < . 0 0 1 ) ; C F I = . 7 5 ， N F I = . 6 8 ， N N F I = .72) as 
compared to the original three-factor model. 
Based on the above analysis, I decided to place the two written items under 
BCO-behaviour instead of BCO-readiness. The comparison among the single-factor, 
three-factor and modified three-factor models are shown in Table 4. 
Table 4 
Chi Square & Fit Indices of Baseline and Modified Models 
Model i CFI NFI NNFI x^ diff ACFI 
1. Single-factor model 826* .53 .48 .48 
2. Three-factor model 572* .71 .64 .67 
Model 2 & Model 1 254* .18 
3. Three-factor modified model ‘ 481* .77 .70 .74 
Model 3 & Model 2 91* .06 
4. Three-factor modified model 2 511* .75 .68 .72 
Model 4 & Model 2 61* .04 
Note. CFI=comparative fit index; NFI= Bentler-Bonett Normed Fit Index; NNFI= Bentler-Bonett 
Nonnormed Fit Index (NNFI). ‘ Item 8 and Item 9 are linked to both Factor land Factor 2; ^ The two 
written itemswere moved from Factor 1 to Factor 2 
*p<.01 
In summary, in the cross-validation of BCO measure in the second sample, the 
confirmation factor analysis confirmed that the BCO measure consisted of three 
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factors each consists of 8，7 and 5 items, respectively, and with acceptable 
standardized alphas (.82, .80 and .72 respectively). 
Antecedents and Consequences of BCO 
This section reports the findings about the relationship between BCO and the 
hypothesized antecedents and consequences. 
Sample means, standard deviations, reliabilities and correlations. Table 5 in 
next page reported the means, standard deviations, reliabilities and correlations 
among all the hypothesized variables. The correlation analyses showed that the 
entire BCO measure was positively and significantly correlated with proactive 
personality (r=.62, p<.01**), work locus of control (r = .20, p<.01**), career 
satisfaction ( r = .25，pc.Ol**) and marginally correlated with general health (r=.14, 
p=.057). 
Table 6 in next two pages reported the means, standard deviations, reliabilities 
and correlations between BCO and the demographical variables. The correlation 
analyses showed that only five demographics were significantly correlated with the 
entire BCO measure. They were age (r=,15, p<.05*)，education level (r=.16,p<.05*), 
the years of working experiences (r=.23, p<.05*), number of promotions (r= .24， 
p<.05*) and number of professional organizations belonged (r=.32, p<.01**). 
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Proactive personality. Four hypotheses were made about the relationship 
between proactive personality and the BCO: that proactive personality would be 
positively related to entire BCO measure and all its three factors. As seen in the 
correlations reported in Table 5, the four hypotheses were all supported. Proactive 
personality was positively related to entire BCO measure (r = .62, pc.Ol**) BCO-
readiness (r =.49’ p<.01**)，BCO-behavior (r = .53，p<.01**) and BCO-beliefs (r = 
.41,p<.01**). 
Work locus of control. Hypothesis 2 predicted that work locus of control 
would be positively correlated with BCO-beliefs. Results from the correlation 
analysis (see Table 5) supported this hypothesis (r =.17，p<.05*). Work locus of 
control was also correlated with entire BCO measure (r= .20, p<.05*) and 
BCO-readiness ( r = .15, p<05*). 
In order to estimate the variance of the two hypothesized antecedents 
"proactive personality" and "work locus of control" in predicting the BCO, after 
controlling the demographic and job-related variables, hierarchical regression 
analysis was performed. The factors were entered into the regression analyses with a 
priori determined sequence. First, the three BCO correlated job-related variables 
(working experience, job promotions and number of professional organizations 
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were entered in Step 1. Next, the two hypothesized BCO antecedents “ proactive 
personality" and "work locus of control" were entered into Step 2 of the regression 
analyses. If the antecedents contributed significant exploratory power after controlling 
job-related variables, proactive personality and work locus of control account for 
variance in BCO beyond what could be accounted for by the job-related variables. 
Table 7 summarizes the results of the regression analysis, showing that the 
demographic and job-related variables accounted for 14% of the total variance of the 
BCO. Proactive personality and work locus of control significantly increase in the 
amount of variance by 25%. However, the insignificant beta value of the work locus 
of control indicated that the variance in BCO explained by work locus of control was 
not unique as it was correlated with proactive personality (r=.31, p<.01*). 
Career satisfaction. Hypothesis 3 stated that intrinsic career success would be 
an outcome of BCO. The correlation (see Table 5) showed that the entire BCO 
measure was significantly correlated with career satisfaction (with r = .25’ p<.01**), 
thus Hypothesis 3 was supported. Hierarchical regression analysis was performed 
to understand unique variance accounted for in career satisfaction by BCO, after 
controlling the demographic and job-related variables. The correlation results showed 
that the variance accounted for by BCO on career satisfaction was 6% only. However, 
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Table 8. 
Results of Hierarchical Regression Analyses between BCO and its Antecedents 
Variable Beta Adjusted AR^ F 
Step 1 .15 5.74* 
Sex .04 
Martial Status -.18 
Age 02 
Education Level .13* 
Working Experiences .12 . 
Job promotions .07 
Number of professional .16** 
organizations belonged 
Step 2 .45 17.92* 
Proactive Personality .58** 
Work Locus of Control -.07 
Note. *p<.05, **p<.01 
when the demographic and correlated job-related variables of BCO (working 
experiences, job promotions and number of professional organizations belonged) were 
controlled and entered into Step 1 of regression analysis, followed by the BCO in 
Step2, the variance contributed by BCO was almost the same as indicated by the 
minor changes of adjusted R^ from .10 to .12. This result indicated that BCO might 
not be a good predictor of career success. Table 8 summarizes the regression 
analysis results. 
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Table 8. 
Results of Hierarchical Regression Analyses between Career Satisfaction and BCO 
Variable Beta Adjusted AR^ F 
Step 1 .10 3.85* 
Sex .07 
Martial Status .15 
Age -.11 
Education Level -.01 
Working Experiences .27* . 
Job promotions .00 
Number of professional . 12 
organizations belonged 
Step 2 .12 4.28* 
BCO .19* 
Note: *p<.05, **p<.01 
General health. Hypothesis 4a stated that BCO-readiness would be positively 
related to general health, while hypothesis 4b stated that BCO-beliefs would be 
positively related to general health. The correlations (see Table 5) showed that both 
hypotheses were not supported. However, the entire BCO measure was marginally 
correlated with general health (r = .14，p=.057). The variance accounted for by the 
entire BCO measure on general health was 1% only. These results indicated that the 
BCO was not a significant predictor of one's general health. 
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Age. Hypothesis 5a stated that the age of the workers will be negatively 
correlated with BCO-readiness and this hypothesis was not supported. The correlation 
results show a positive relationship between BCO- readiness and age (r=-.14, p=.051). 
Hypothesis 5b stated that older workers would be negatively correlated with 
BCO-behavioiur. This hypothesis was also not supported and there was a significant 
correlation between BCO behavior and age (r = .19, p<.05). When the demographic 
variables and job-related variables were controlled and entered into Step 1 of 
regression analysis, followed by the age in Step 2，the variance contributed by age 
was close to zero and the insignificant beta value of age. Table 9 summarizes the 
regression analysis results. 
Table 9. 
Results of Hierarchical Regression Analyses between Age and BCO 
Variable Beta Adjusted AR^ F 
St 叩 1 .16 6.68 
Sex -.02 
Martial Status -.20* 
Education Level .12 
Working Experiences .08 
Job promotions .18* 
No.of professional org. belonged .23** 
Step 2 .15 5.74 
Age .06 
Note: *p<.05, **p<.01 
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In summary, in Study 2, the BCO measure was further refined in another sample, 
and the CFA confirmed that the measure is consisted of three factors. The measure 
demonstrated good internal reliabilities, however, the model fitness was not ideal and 
further explanation would be summarized in the chapter of general discussion. 
Besides, three out of five hypotheses were supported. The entire BCO measure 
had significant correlation with proactive personality, work locus of control and career 
satisfaction. The hypothesized negative relationship between BCO and age was not 
supported. The regression analyses demonstrated that only proactive personality 
accounted for the significant variance to BCO, and work locus of control failed to be a 
significant predictor when it predicted BCO with proactive personality. The BCO 
significantly contributed to the two hypothesized variables of BCO's consequences 
(career satisfaction and general health), though it only accounts for a relatively low 
variance. I suspect that there might be variables moderating or mediating the 
relationship between BCO and career satisfaction (types of organizations or 
occupations) ‘ or age and BCO (personality variables). The discussion of the above 
findings would be elaborated in the chapter of general discussion. 
1 Future research could examine the effects of the moderators or mediators on the relationship between BCO 
and career satisfaction, particularly the types of organizations and occupations. Organizations or occupations 
could be classified into two groups with high and low BCO, thus the interaction effects could be examined. 
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Chapter 8: General Discussion 
The purpose the thesis was to establish a measure of boundaryless career 
orientation, and to identify potential antecedents and consequences of the BCO. The 
two studies established a measure of BCO measure with three latent factors as 
suggested by the exploratory factor analysis in Study 1 and the confirmatory factor 
analysis with another sample in Study 2. The measure showed promising convergent 
validities as it correlated with the career planning and career anchor-stability/security 
scales. In Study 2, the measure also demonstrated significant correlation with another 
two scales (proactive personality and work locus of control). The measure also 
showed discriminant validities by showing a non-significant and nearly 
zero-correlation with the hypothesized career-anchor scales (lifestyle and dedication 
to a cause) and the scale of faith in management. The three factors demonstrated good 
internal reliability as indicated by the Cronbach's alpha and the total variance 
accounted by the measure was 40.5% in Study 1，yet the model fitness was only fair. 
Possible Reasons for the Fair Model Fitness 
Past research showed that it is not uncommon for the poor fit of data for a newly 
developed scale (Dozois, Dobson，& Ahnberg，1998; Manne, & Schnoll，2001) and 
even well developed scales (Roid, & Worrall，1997; Zinbarg, Barlow, & Brown， 
1997). There were some possible reasons that might explain the poor fit of data. 
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First, to obtain good model fitness, one of the criteria is that the variance accounted by 
the factors should be larger than 50% (Streiner 1994). In the present study, the 
variance explained by the three BCO factors was below the criteria at only 40.5%. 
Some past studies also encountered similar results. For example, Endler and Bagby 
(1993) carried out the CFA to confirm the four-factor structure of a "ways of coping" 
scale and the model fitness was not fit owing to the low variance of the four factors 
accounted (36.6%). 
Second, the item characteristics might be another reason in hindering the item 
validity and thus leading to poor model fitting. Holden and Fekken (1990) stated 
that long and complicated items might evoke slow responses from Participants, and it 
might lead to low item validity. When examining the questionnaire of the revised 
BCO measure in Study 2, there were 20 items. As it was an initial study, some items 
were quite long, it might pose difficulties for comprehension. For example, “I believe 
that acquiring skills and knowledge beyond those required in one's present job is 
essential in today's working environment". Besides, some respondents expressed 
the difficulty in rating an item “I have joined at least one professional bodies in my 
field" on the six-point rating scale. Another possible reason that hindered the item 
validity might be the language used in the questionnaire. As the present questionnaire 
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was written in English, the Chinese respondents might experience difficulties in 
reading and comprehending the items. 
Implications of the BCO Measure and its Antecedents 
Despite the fair satisfactory of the measure, the present study provides a 
greater understanding about the new psychological construct - boundaryless career 
orientation. These two studies extend the previous career research on boundayrless 
career by examining the underlying constructs in one's orientation towards the 
boundaryless career. One of the objectives of establishing the measure was to the 
understand the behavior, cognitive beliefs or psychological state that would 
effectively help an individual to adapt to the boundaryless career, from this 
perspective, the three-factor structure of BCO measure provides some insights. 
Factor 1 "boundaryless career readiness" indicates an individual's attitude and 
motivation towards a boundaryless career. The present study suggests at least two for 
why some people become more prepared than others for boundaryless career. . First, it 
might relate to one's career-related behavior and beliefs. The correlation results 
showed that the BCO-career readiness had a moderate correlation with 
BCO-behaviour (r = .45’ p<.01*) and BCO-beliefs (r = .43，p<.01*). This indicated 
that if individuals believed that it was their own responsibility to manage their career 
and the nature of today's career was different from the past, as well as if they were 
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engaging in the career-related activities like professional development and network 
building, they would be more ready for the boundaryless career. Second, the 
correlation between BCO and antecedents suggest that two of the dispositional traits 
that might predict one's readiness for boundaryless career, are "proactive personality" 
and "work locus of control". In particular, the proactive personality seems to be good 
predictor of boundaryless career orientation as it correlated with all the three factors 
of the measure. This is the first importing finding in exploring about the underlying 
construct of boundaryless career orientation. 
The second factor "BCO-behavior “ indicated an individual's behaviour for 
continuous professional development and network building was particular important 
in the time of boundaryless career. These behaviour were related to the previous 
literature about the career competencies of "knowing whom and how" of 
boundaryless career (Arthur et al., 1999; DeFillippi & Arthur, 1994). One significant 
implication for the job seekers was that it was important for them to develop the 
career competences by establishing career-related networks and strived for continuous 
professional development as it represented a resource for expertise, reputation 
development, learning and job opportunities. Previous research has emphasized the 
importance of developing a broad and flexible skills base as well as on occupational 
learning rather than job-related learning, which is transportable across organizational 
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boundaries (DeFillippi & Arthur, 1996; Gunz, Evans, & Jalland，2000; Eby, 2003) in 
boimdaryless career. Future research direction could focus on identifying the specific 
skills that would be flexible in applying to different industries and jobs. 
The third factor of the measure, BCO-beliefs, represents one's cognitive 
beliefs about the nature of career in today's workplace and one's belief about the 
career management responsibility. One significant implication for job seekers is that, 
in order to adapt to the boimdaryless career, they might have to adjust their career 
beliefs. The belief of "one life/one career" (Sarason, 1977) is hardly found in today's 
workplace and is becoming job seekers' responsibility to mange their own careers 
instead of waiting for the organizations to do for them. Hesketh and Considine (1998) 
developed the metaphor of "Me Incorporated" to illustrate the importance of the belief 
that an individual has to manage his/her own career like his/her own company by 
identifying the immediate and future demand of KSAAs (knowledge, skills, abilities 
and attitude) required by organizations. Mirvis and Hall (1994) also stated that one 
major psychic challenge for working people will be to adjust their expectations about 
the continuous upward mobility and career progress. 
As shown in the correlation results, the work locus of control was one of the 
variables that related to the BCO-beliefs (r= .17, p<.05). It showed that individuals 
with internal locus of control would be more likely to hold the BCO-beliefs. As 
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compared with another hypothesized antecedents, the proactive personality offered a 
much stronger correlation with the BCO-beliefs (r=.31, p<01). Thus, future research 
could focus on the areas on how's one career beliefs was formed and changed. 
In sum, the BCO measure showed that there were three underlying factors 
affecting one's orientation towards the boundaryless career: BCO-readiness, 
BCO-behavior and BCO-beliefs. 
Implications the BCO Measure and it's Potential Consequences 
In the present study, BCO was hypothesized to predict both career satisfaction 
and general health. The correlation analyses results showed that there was a 
significant correlation between BCO and career satisfaction and a marginally 
significant correlation between BCO and general health, but the variance accounted 
by BCO on the two hypothesized variables was very small. This suggested that BCO 
might not be a good predictor of one's career satisfaction and general health. 
Indeed, past research studies showed an extensive set of factors that related to 
career success (e.g. Judge et al.，1995; Tharenou, Laitmer and Conrooy, 1994; Wayne, 
Liden, Kraimer and Graf, 1999). A number of demographic variables were associated 
with career success, including age, gender, marital status, spouse employment, ethnic 
background, and socio-economic status. Variables based on human capital theory 
(Becker, 1993) also had been associated with career success, including the level of 
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education, years of working experiences, the number and length of employment gaps, 
and occupational background. Moreover, a number of personality variables like the 
Big Five personality traits, proactive personality had also been examined. Similarly, 
there was also a set of factors that might influence one's general health at work, such 
as working environment, job changes, work stress, personality variables etc. The 
present study findings showed that BCO might also be one of the factors that related 
to career satisfaction and general health, but it was not a significant predictor about 
these variables. One implication was that there might be variables in moderating/ 
mediating the relationship between BCO and career satisfaction/ general health. For 
example, the types of organization might be a moderator. An individual with low 
boundaryless career orientation might still have high career satisfaction when they 
were working in a stable organization. One future research direction could take into 
consideration of the moderators / mediators in influencing the relationship between 
BCO and its consequences. 
The present study found that the age had a positive and significant correlation 
with boundaryless career readiness and behavior. It indicated that older workers might 
be more ready for the boundaryless career as compared with the younger worker. The 
possible reasons were related the uneven sample distribution of age in the study. The 
190 Participants were divided into the following age range, 18-24 (4%)，25-34 (68%), 
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25-44 (20%) and 45-54 (8%), thus the mid-age workers (45 or above) were 
underrepresented and this might affect the results. Again, there might be variables 
moderating or mediating the relationship between age and BCO-behavior, and these 
variables might be one's personality. Future research could therefore focus on 
examining the moderators or mediators. 
Study Limitations 
The present studies have several limitations and its results should be carefully 
interpreted. First, as mentioned, most of participants were educated with 96% 
received tertiary or Master/PhD education in both Study 1 and 2. Therefore, the 
samples were not representative of the total working population to include individuals 
from lower level of education. Similarly, the mid-age workers were underrepresented 
in the present sample. 
Second, the female participants had outnumbered the male in both Study 1 ( 79 
(41%)male and 112 (59%)female) and Study 2 (76 (40%)male and 113 (60%) female). 
According to the Hong Kong government census statistics in 2001，the distribution 
between male and female within the age range (18-54) were 46% and 54% 
respectively. Thus, the imbalanced gender distribution may create affect the measure 
validity. Previous research showed that women's experiences of balancing work and 
family demands coupled with feminine traits, make women better suited than men to 
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the changing nature of career in today's workplace (Fondas, 1996). Similarly, in the 
present study, the unmarried participants had also outnumbered the married 
participants in both Study 1 (112 unmarried and 62 married) and Study 2(115 
unmarried and 71 unmarried), which might affect the measure validity. As unmarried 
individuals would have less family demands than the married individuals, and they 
might be more suited to the bounndaryless career. 
Finally, owing to limitation of the questionnaire length, the numbers of 
antecedents and consequences variables examined in the study were rather few to 
obtain a comprehensive model of the construct "BCO". Thus, further research was 
required. 
Implications to Future Research. 
The results of the studies suggested several opportunities for future research. 
First, further hypotheses testing needs to be carried out to further explore the 
constructs-related variables to the BCO measure. Previous research showed that there 
were a number of individual differences, which might be associated with choice of 
different career types, such as personality, adaptability, tolerance for ambiguity, 
intelligence, cognitive complexity (Ghiselli & Brown, 1995; Hall, 1986; Hunter & 
Hunter 1984; Schmidt & Hunter，1992; Sullivan, Garden & Martin, 1998) 
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Second, as these studies were carried out in a single country (Hong Kong) and 
the BCO measure was validated within the Chinese population, it may not generalize 
to individuals in other countries. Cross-cultural research suggests that values vary 
across national borders (Carraher & Whitely，1998; Hofstede, 1980; Laurent, 1983) 
and there might be cultural differences in terms of the level of the career orientation. 
Hesketh (2001) pointed out that there was a growing realization that not all career 
theories can transfer to different cultures. For example, research had found that 
Japanese workers demonstrate higher work centrality, and place a greater emphasis on 
job security and stability than workers in the US (England & Misumi 1986; Lundberg 
& Peterson 1994). Besides, the Japanese workplace has a history of long-term 
employment and identification of workers with the company (Adler 1997; Whitely & 
England, 1977). These previous findings suggest that cultural-specific BCO measure 
may need to develop. Therefore, cross-cultural validation of the current BCO measure 
was recommended. 
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Implications for Practitioners 
The development of the BCO measure and the identification of antecedents 
and consequences provide career practitioners with potential insights into 
understanding, planning and designing the careers. Student career counselors or 
recruitment consultants could use the BCO measure as a reference point to understand 
the students' or applicants' readiness for boundaryless career so as to make proper 
recommendation to students or client organizations respectively. Second, the measure 
suggested that some career-related activities such as professional development and 
network building are important in the time of boundaryless career. It suggested that 
job seekers could strive for continuous learning and networking in order to be 
marketable. Finally, as proactive personality is one of the important predictor 
variables that correlated with the BCO, it suggested that training practitioners could 
incorporate the elements of identifying and improving the proactive personality 
behavior in future career development programs. 
Conclusion 
The present studies were the first step in exploring the construct "boundaryless 
career orientation" by focusing on the development of a measure and the 
understanding of the related constructs of the BCO. The studies established an initial 
BCO measure with three latent factors. The hypothesis testing had identified some 
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important variables (proactive personality) related to the BCO. These results had 
provided the researchers significant insights and framework to follow in their future 
research. It also provided the job seekers and practitioners the key areas to focus in 
their career planning and design. With individuals experiencing less job stability and 
increased organizational change, the boundaryless career is emerging as an important 
area in the study of careers. The present study served to enrich the career research in 
boundaryless career and highlight the directions for future research. 
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Appendix 
Study 2: Questionnaire 
Dear Sir/ Madam, 
My name is Matchy Ma and I am the Master Philosophy candidate majoring in 
industrial and organizational psychology, studying in the Chinese University of Hong 
Kong. I am now conducting my master thesis, which aims at exploring the 
relationship of various variables that affects an individual 's career orientation. 
In this study, you will be asked to complete a questionnaire, which is divided 
into six sections. Your task is to provide responses to these questions by using the 
rating scales specified at the beginning of each section. There are no right or wrong 
answers. Please answer all the questions in accordance with your own opinion. The 
entire questionnaire should take you no more than 25 minutes to finish. 
All information obtained will be used for research purposes only and your 
personal information will be kept confidential I f you have any questions about the 
study, please feel free to contact Mr. Matchy Ma at 9266-7274 or through email to 
matchvma@netviuator.com. My mailing address is as follows: 3/F, Sino Building, 
Department of Psychology, The Chinese University of Hong Kong, Shatin. 
Thank you very much for your participation! 
Mr. Matchy Ma Dr. Paul Taylor 
M.Phil Candidate M.Phil Supervisor 
Industrial & Organizational Psychology Professor, Department of Psychology 
The Chinese University of Hong Kong The Chinese University of Hong Kong 
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Part I - Your Beliefs about Career & Job 
In the following 22 statements, you will be asked about your beliefs regarding career and 
your job. On a scale of 1 to 6, with 1 indicating "strongly disagree" and 6 indicating 
"strongly agree，，, please circle your rating for each of the following statements. 
Strongly Disagree Strongly Agree 
< > 
1. In view of the changing work environment, I am adaptable enough to 1 2 3 4 5 6 
move across different jobs. 
2. Generally, I am willing to move across organizations. 1 2 3 4 5 6 
3. I expect to experience frequent career changes, both voluntary and 1 2 3 4 5 6 
involuntary, in my future career 
4. I believe that I will change my current career field completely at a 1 2 3 4 5 6 
certain point of my life. 
5. I feel comfortable with career changes. 1 2 3 4 5 6 
6. I feel ready for being transferred across different departments within 1 2 3 4 5 6 
my organization. 
7. I would find it exciting to take another job within my organization. 1 2 3 4 5 6 
8. I possess a variety of skills and knowledge, which would make me 1 2 3 4 5 6 
employable in a wide range of jobs. 
9. I continually meet people with different expertise to build my social 1 2 3 4 5 6 
and professional network. 
10. I am prepared to take courses to increase my employability. 1 2 3 4 5 6 
11. I participate in social or professional gatherings regularly to build my 1 2 3 4 5 6 
professional networks. 
12. I have a wide range of professional contacts that I could call upon if I 1 2 3 4 5 6 
were interested in finding a (new) job. 
13. I have joined at least one professional bodies in my field. 1 2 3 4 5 6 
14. I read newspapers, magazines or journals to keep up with 1 2 3 4 5 6 
developments in my field. 
15. In the past year, I have taken courses toward developing my skills and 1 2 3 4 5 6 
knowledge which can give me an advantage in my future career. 
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Strongly Disagree Strongly Agree 
< > 
16. I believe that employees should take initiative to develop themselves 1 2 3 4 5 6 
in their career. 
17. I believe that developing my career is my own responsibility. 1 2 3 4 5 6 
18. I believe that acquiring skills and knowledge beyond those required in 1 2 3 4 5 6 
one's present job is essential in today's working environment 
19. I believe that changes of position within and across organizations can 1 2 3 4 5 6 
be expected for individuals in most careers. 
20. I believe that contract-based jobs are likely to become more prevalent 1 2 3 4 5 6 
in the future. 
21. I believe that broadening social network is an useful strategy for the 1 2 3 4 5 6 
future of one's career. 
22. I believe that careers are dynamic and subject to changes throughout 1 2 3 4 5 6 
life. 
Part II - Your Ways of Seeing & Doing Things 
In the following 9 statements, you will be asked about the ways you see and do things. On 
a scale of 1 to 6，with 1 indicating "strongly disagree" and 6 indicating "strongly 
agree，’, please circle your rating for each of the following statements. 
Strongly Disagree Strongly Agree 
< > 
1. I am constantly on the lookout for new ways to improve my life. 1 2 3 4 5 6 
2. Wherever I have been, I have been a powerful force for constructive 1 2 3 4 5 6 
change. 
3. Nothing is more exciting than seeing my ideas turn into reality. 1 2 3 4 5 6 
4. No matter what the odds, if I believe in something I will make it 1 2 3 4 5 6 
happen. 
5. I love being a champion for my ideas, even against others' opposition. 1 2 3 4 5 6 
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Strongly Disagree Strongly Agree 
< > 
6. I excel at identifying opportunities. 1 2 3 4 5 6 
7. I am always looking for better ways to do things. 1 2 3 4 5 6 
8. If I believe in an idea, no obstacle will prevent me from making it 1 2 3 4 5 6 
happen. 
9. I can spot a good opportunity long before others can. 1 2 3 4 5 6 
Part III - Belief about Jobs in General 
In the following 16 statements, you will be asked about your beliefs about jobs in general. 
They do not only refer to you present job. On a scale of 1 to 6, with 1 indicating 
“strongly disagree” and 6 indicating, “strongly agree，’, please circle your rating for each 
of the following statements. 
Strongly Disagree Strongly Agree 
< > 
1. A job is what you make of it. 1 2 3 4 5 6 
2. On most jobs, people can pretty much accomplish whatever they 1 2 3 4 5 6 
set out to accomplish. 
3. If you know what you want out of a job, you can find a job that 1 2 3 4 5 6 
gives it to you. 
4. If employees are unhappy with a decision made by their boss, they 1 2 3 4 5 6 
should do something about it. 
5. Getting the job you want is mostly a matter of luck. 1 2 3 4 5 6 
6. Making money is primarily a matter of good fortune. 1 2 3 4 5 6 
7. Most people are capable of doing their jobs well if they make the 1 2 3 4 5 6 
effort. 
8. In order to get a really good job, you need to have family members 1 2 3 4 5 6 
or friends in high positions of an organization. 
9. Promotions are usually a matter of good fortune. 1 2 3 4 5 6 
10. When it comes to landing a really good job, who you know is more 1 2 3 4 5 6 
important than what you know. 
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Strongly Disagree Strongly Agree 
< > 
11. Promotions are given to employees who perform well on the job. 1 2 3 4 5 6 
12. To make a lot of money you have to know the right people. 1 2 3 4 5 6 
13. It takes a lot of luck to be an outstanding employee on most jobs. 1 2 3 4 5 6 
14. People who perform their jobs well generally get rewarded. 1 2 3 4 5 6 
15. Most employees have more influence on their supervisors than they 1 2 3 4 5 6 
think they do. 
16. The main difference between people who make a lot of money and 1 2 3 4 5 6 
people who make a little money is luck. 
Part IV - Career Satisfaction 
In the following 5 statements, you will be asked about your career satisfaction. On a scale 
of 1 to 6，with 1 indicating "very dissatisfied” and 6 indicating "very satisfied", please 
circle your rating for each of the following statements. 
Strongly Dissatisfied Strongly Satisfied 
< > 
1 • The success I have achieved in my career 1 2 3 4 5 6 
2. The progress I have made toward meeting my goals for advancement 1 2 3 4 5 6 
3. The progress I have made toward meeting my goals for income 1 2 3 4 5 6 
4. The progress I have made toward meeting my overall career goals 1 2 3 4 5 6 
5. The progress I have made toward meeting my goals for the 1 2 3 4 5 6 
development of new skills. 
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Part V - General Health 
In the following 12 statements, please indicate whether or not you have experienced each 
of 
the following situations over the last three months. On a scale of 1 to 5, with “1= not 
at all 2= sometimes, 3=often and 4=very often please circle your rating for each of 
the following statements. 
1= Not at all -
o 2 S 
2 = Sometimes Z g g 
3 = Often 1 5 g" 
C/3 > 
4= Very often 
Have you recently (in the last three months) 
1. Been able to concentrate on what you are doing? 1 2 3 4 
2. Lost much sleep over worry? 1 2 3 4 
3. Felt you are playing a useful part in things? 1 2 3 4 
4. Felt capable of making decisions about things? 1 2 3 4 
5. Felt constantly under strain? 1 2 3 4 
6. Felt you couldn't overcome your difficulties? 1 2 3 4 
7. Been able to enjoy your normal day to day activities? 1 2 3 4 
8. Been able to face up to your problems? 1 2 3 4 
9. Been feeling unhappy or depressed? 1 2 3 4 
10. Been losing confidence in yourself? 1 2 3 4 
11. Been thinking of yourself as a worthless person? 1 2 3 4 
12. Been feeling reasonably happy, all things considered? 1 2 3 4 
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Part VI - Personal Information 
Sex Male 口！ Female 
Martial Status d , Single • 2 Married n 3 Divored 
Age ° 118-24 25-34 03 35-44 
°4 45-54 Ds 55 — 64 65 or above 
Education completed o ,Kindergarten or below 口： Primary • aSecondary 
口 “Tertiary (including diploma or degree) O5 Master/ Phd 
Monthly Income Range • , HKS below 5,000 HK$ 5,000 to 10,000 HK$ 10,001 to 15,000 
• 4HK$ l 5 , 001 t o 25,000 05 HK$ 25,001 to HK$ 30，001 or above 
30,000 
Number of organizations served in 
Years of Working Experience your career history 
Number of promotions you have received in your entire career 
(both within and across organizations) 
Number of professional organizations in which you are currently a member 
Your Occupation: 
• 1 Managers and administrators a^ Skilled agricultural and fishery workers 
•2 Professionals Qy Craft and related workers (e.g. construction worker) 
(please specify: ) 
•3 Associate professionals (e.g. nurse, technicians Qg Plant and machine operators and assembler 
etc.) 
•4 Clerks Elementary occupations (e.g. hawker, security, post 
officer etc.) 
•5 Service workers and shop sales workers(e.g. Oio occupations not classifiable (please specify • 
disciplinary forces, retail sales etc.) ) 
Your Industry: 
• I Manufacturing/ Construction Dg Education 
口2 Wholesale, retail & import/export trades, Government 
restaurants & hotels 
•3 Transport, storage, communications and Og Public Utility (e.g. electricity, gas & water) 
telecommunication 
•4 Financing, insurance, real estate & business Qg Others, please specify: 
services 
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